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Abstract 
The performance of an organization depends largely on the individual performance of human resources and their performance as
a whole. It is therefore important to determine the best assessment and analysis, indicators and main determinants. These ideas
were the starting point of this paper, the main purpose being to illustrate that in a world dominated by growing needs, in a more
competitive economy, the performance of human resources becomes an essential point in generating positive results. 
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1. Introduction 
From an organizational point of view, there can be identified concepts of "measurement", "analysis", 
"assessment", considering the idea that the performance can be defined as a state of competitiveness of the company, 
that can be reached by a level of efficiency and productivity that ensure a sustainable presence market" (Lala & 
Miculeac, 2012). "The information about the performance of an enterprise is required to assess potential changes in 
economic resources that the company will be able to control in the future." In terms of attitude, performance can be 
seen as a "behavior and nothing else" (Currie, 2009), representing "the determinant of a result, but also the result 
itself" (Currie, 2009). HR performances will not be equal; they differ from one individual to another, precisely 
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because each of them is unique in its own way. 
Simply, the concept of "performance" can be defined as a term fixed by two main variables, namely 
"competence" and "attitude", the competences themselves being generated by three variables: knowledge, skills and 
abilities. Other sources (Stanciu, Leovaridis & Ionescu, 2003) call productivity, creativity and loyalty as the main 
driving forces behind individual performance. 
Of these, productivity is considered to be the ratio between the "input" and "output" in terms of the labour factor, 
a term that implies issues easier or more difficult to quantify, human effort, skills, and so on. It also includes the 
value added, by the "value of service provided additional or by the action of external environmental change" 
(Stanciu, Leovaridis & Ionescu, 2003), evidence of the fact that the calculation of productivity cannot contain 
intellectual activities for example. In a society in constant change, in a dynamic and competitive environment, 
creativity is a prerequisite to ensure continuity in the market while ensuring the loyalty aspect is stability and 
balance. 
 
2. Performance appraisal methods 
 
The concept of "performance" is required to be defined in terms of several variables. We can refer on the one 
hand to the results, so as to obtain from a particular activity, but also can take into account the concepts of efficacy 
or efficiency, in terms of, on the one hand the need to perform a whole range targets, on the other hand the idea of 
assessing the cost / result. In the literature, the authors studied how the performance can be defined, calculated, or 
even how establishing relationships or connections between the various factors can contribute to influencing the 
activity of an enterprise. Some authors in literature (Youndt, Snell, Dean & Lepak, 1996) have outlined ideas that 
provide direct and permanent connection between your performance and strategies implemented, while others 
(Purcell, Guest & Woodrow, 2012) identify a direct link between performance and human resource management as 
a whole. 
In the vision of Donald Currie (Currie, 2009), "the level and quality of performance of an employee is 
determined primarily by the employee's ability to perform assigned work," but also "employee motivation to do this 
thing". 
This way, performance, according to Currie (Currie, 2009), becomes equal with the following relationship: 
P = C x M            (1) 
The performance will vary depending on several criteria, taking into account the type of activity, as well as the 
complexity, the standards being determined by means of indicators, such as: 
x the amount; 
x Quality; 
x Execution time; 
x Costs involved; 
x Effectiveness of the work performed. 
According to the same author (Currie, 2009), the main factors affecting performance are the ability and 
motivation, as was mentioned above, while motivation, in turn, is influenced by a number of factors, both 
organizational and attitudinal or even personality linked. 
Organizational factors that influence motivation can be grouped as follows: 
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Fig. 1. – Organizational factors influencing motivation 
Source: interpretation belonging to the author, after Currie (2009) 
 
Motivation theorists have tried over time to demonstrate that a better motivation also leads to generation of 
performance, this causing job satisfaction.  
 
 
Fig. 2. – Theory of expectations, by Lawler şi Porter 
 
Research in the field (Youndt, Snell, Dean & Lepak, 1996) shows that: "human resource management and also 
performance require that each organization propose a set of goals and practices of human resources, in contrast to at 
least three recent developments". There are also approaches according to which the impacts of achieving a certain 
level of performance is difficult to prove, precisely because the approach is achieved unilaterally only in terms of 
management, not from the employees point of view, on the other hand it should be noted that there is a limited set of 
criteria for measuring performance. We don’t identify a single level of performance, but by contrast, this is a 
Instruction and 
development 
•generating competence 
•multiqualification 
•mutual trust and respect 
Relationship 
with employees 
•motivation to work 
•recognition of mutual interest 
•survival and organizational wellness 
Reward 
system 
•main role in motivation generation 
Management 
styles 
•effects upon the level of effort  of the employees 
Perception that the effort will 
generate a higher level of 
performance 
Perception that a higher level of 
performance will lead to the 
wanted results 
Perception that the wanted results 
can be achieved and will 
probably be achieved 
Effort 
Performance 
Rewards 
First level results 
Secondary level results External 
Individual characteristics 
46   Suzana Demyen and Ion Lala Popa /  Procedia - Social and Behavioral Sciences  124 ( 2014 )  43 – 50 
multilevel criteria, each of which may be influenced by a number of factors, both general or specific, depending on 
the main characteristics of resources and generators. We must not forget that human resource management in 
general and specifically performance management are integral to the overall strategy of the organization and should 
be managed in such a way as not to depart from the general policy. 
According to the literature (Jeong & Hangbae, 2013), the performance analysis can identify several methods: the 
processes of input, output and analysis results. Each of them has its own purpose, as follows: 
- input process based analysis reveals if the preliminary planning is respected in terms of resources, depending 
on the characteristics of the planned projects, the support material, financial and human resources, dividing the 
whole process into specific steps and levels of performance, establishing strategies and targets for each of the stages. 
x the purpose of the output based analysis is to verify the results of the projects, according to the input made 
x the result based analysis appreciates the final results obtained. 
Individual performance analysis is a core activity of human resource management, "assessing the degree to 
which the employee fulfils the responsibilities placed in relation to posts" (Mathis, Nica & Rusu, 1997). It is 
necessary to perform a "high impact activity and of great importance," positive or negative results on the 
performance of human resources in a company showing their effects on the whole mechanism managed. Be it the 
processes of recruitment, selection, whether we refer to professional, planning, motivation and reward system, 
performance can be identified by analyzing the weaknesses of the human resources department, but also to 
determine the excess or deficit of staff, also estimate the expected performance levels, professional development 
needs, incentive pay or increase of productivity. 
Performance analysis is necessary to achieve a given set of predetermined standards, which must be taken into 
account in determining an employee's duties, and the expected levels to be achieved. 
The main performance indicators considered are: 
x Costs involved; 
x Their frequency; 
x Their intensity; 
x Compliance with deadlines; 
x Targets proposed to be achieved. 
Generation of performance in terms of market activity is essential for any organization to be able to maintain its 
position. And in terms of human resources, their productive capacity is being enhanced by appropriate means of 
motivation and development. As an introduction to this topic, the performance of human resources, as well as the 
overall performance of the enterprise, the main entry required to be made is that existing within a society in constant 
transformation, following a transitional period proves to be extended, and in a large and complex context of 
globalization, performance is absolutely required for any organization, in order to be able to ensure continuity in the 
future and to survive in an increasingly competitive economy in which the benefits an enterprise are defined, often, 
by human resources. Therefore they can turn into a source of competitive advantage (Worland& Manning, 2005), 
given that "personnel management policies are integrated with strategic business planning and organizational 
culture" (Beer et al, 1985). 
Improvement of performance is therefore a challenging task for the organizations concerned, especially since it 
is an element that represents the amount shares of many factors with direct impact. When approaching the subject of 
performance, it is important to note also that this refers only to the practice of the organization, as a mirror of the 
results. 
Assessment of human resource performance can be achieved on the one hand at the micro level, on the other 
hand the macroeconomic level, both qualitatively and quantitatively. Input - output relationship is a quantitative 
method for assessing performance. 
According to Najafi (Najafi, 2012), the category of inputs, includes on the one hand the “innovative potential” 
(approach that belongs to Bommer W, Johnson J, Rich G, Podsakoff P, MacKenzie S, 1995, in Najafi, 2012), 
“organizational climate” (according to Hall R., Andriani P, 2003, in Najafi, 2012), the “organizational culture” 
(Gold A., Malhotra A, AH Segars, 200, in Najafi, 2012), “motivation”, “education”, “job satisfaction”, “loyalty” 
(Gilbert M., Cordey - Hayes M, 1996, in Najafi 2012), “standards, practices and organizational routines” (Cohen 
W., Levinthal D., 1990, R. Hall, P. Andriani, 2003 in Najafi, 2012). 
Outputs, on the other hand, according to the same author mentioned above, contain both “temporal efficiency” 
(according to Abdel Hamid T. 1993, P. Saunders B. Kline 1993, in Najafi, 2012) and “quality” (Gilbert M., Cordey 
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Hayes M. 1996, in Najafi, 2012), “innovation” (Joseph G., Gary R., 1998, Nonaka I., Takeuchi H, 1995, in Najafi, 
2012) but also the use of it (Sterman J., 1994, Nonaka I., Takeuchi H. 1995, in Najafi, 2012), “creativity” (Nonaka 
I., Takeuchi H. 1995 in Najafi, 2012) and “consumer satisfaction” (Senge PM., Roberts C, Ross RB, Smith BJ, 
Kleiner A., 1994 in Najafi, 2012). All these are considered key elements in creating performance regarding human 
resources in the enterprise.  
 
3. Training as an input activity and performance generator 
 
The analysis of a professional development program can be developed in terms of cost / benefit ratio, in the first 
category being included the cost of the trainers, providing transportation, accommodation costs, cost of equipment 
used during the training process, contingency, and so on. In an increasingly competitive environment, the focus is on 
dimensions that contribute actively to increase firm profitability or that relate directly to supporting the overall 
enterprise.  
Be it training at the enterprise level, team or individual level, the main purpose of these activities remains the 
same: to generate or increase performance. In all cases it is important that the preparation or processing is not done 
at random, but according to a number of criteria that need to be accomplished, depending on the characteristics of 
the target group, and according to the current needs of the organization.  
 
Table 1. Distribution of SMEs by class and turnover in 2012 
Turnover Number of 
enterprises 
< 2 mil. Euro 608.204 
Between 2-10 mil. Euro 9.489 
Between 10-50 mil. Euro 1.731 
Over 50 mil. Euro 189 
Total 619.613 
Source: The White Book of SMEs, 2013 
 
We can therefore observe that among the SMEs in Romania in 2012, the category which received a turnover 
below 2 million is the more numerous. Businesses with a high turnover, over 50 million are less numerous, only 189 
enterprises, while the rest have a sales value up to this number. Number of new employees increased during 2012 
compared to the previous year, 0.27% of businesses enrolling in the team more than 20 people, while less than 1% 
of SMEs have employed 11 to 20 people.  3,51% have increased the number of working with 5-10 people. Most 
small and medium enterprises (95.14%) hired less than 5 people. 
 
 
Figure 3 – High educational level employees in SME’s 
Source: The White Book of SMEs, National Council of Private Small al Medium Sized Enterprises, 2013 
According to official data (Ministry of Economy, National Council of Small and Medium Sized Enterprises) 
(The White Book of SMEs), more than 30% of organizations have an effective between 75% and 100% higher 
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education personnel. A quarter of the organizations announced that their number of employees consists only of those 
with secondary education. About 10% of small and medium-sized enterprises announce a similar situation. 
An analysis based on the size of firms identifying a high percentage in the category 25 % -50 % employees with 
higher education. Each type of effective SME has between 22 and 30 %. Most employees with higher education are 
found in young companies with a history of more than five years on the market, but the percentage is very close and 
the other organizations with longer length. 
SMEs in general, display a negative attitude towards the professional development of employees. This can be 
concluded by the fact that most of them (86.47% for micro, 71.54% for small enterprises, 53.03% for medium) 
devote very few financial resources for training. The tendency to devote 0 days training is held in high percentage in 
all fields of activity, the more pronounced being the transport and trade areas. 
Generally private enterprises support all costs of employees training, which are made mostly from own 
resources, but the percentage allocated is different from an enterprise to another, and also from a period of time to 
another.  
 
 
 
Fig. 4 – Percent of the turnover dedicated to employees training 
Source: The White Book of SMEs, National Council of Private Small and Medium Sized Enterprises, 2013 
  
 
4. Performance indicators in small and medium sized enterprises 
 
4.1. Traditional indicators of human resource performance 
 
 Labour productivity is considered to be one of the main determinants of a company’s success. It can be 
determined as the ratio between turnover and number of employees, an indicator that became a basis for the activity 
of predicting the need of workforce in an organization. 
 Productivity can be defined in several ways, but the main points that need to be clarified consist in the ratio 
between the effect of the process and the effort. However, the proper development of an enterprise is not possible 
without a continuous raise of this indicator. The objective of any organization, from this point of view, is to increase 
productivity and streamline business activity. When referring to the analysis of the level and dynamics of labour 
productivity can be determined in various forms, annual, daily and hourly. Therefore, we may identify two specific 
cases: 
x The daily productivity index is higher than the annual productivity index 
x The hourly productivity index is higher than the daily productivity index. 
 There are a series of factors that develop their influences upon the labour productivity: 
x Average numbers of hours worked by an employee, issue that determines the change in the level of labour 
productivity according to the level in the basis period of the hourly labour productivity. 
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x Changes in the average length of the working day determines variations in of the labour productivity through 
the influence upon the numbers of average hours performed by an employee, directly proportional with the 
corresponding level in the basis period of the number of average days worked by an employee and the hourly 
labour productivity. 
x Average number of days worked per employee influence the productivity through the average number of hours 
worked by an employee in direct proportion to the level of the base period hourly labour productivity and the 
duration of the current period average working day. 
x Changing hourly labour productivity directly affects labour productivity change in proportion to the current 
level of the average number of hours worked by an employee. 
x Changes in production structure affects labour productivity change through influence on hourly labour 
productivity change in the same direction and proportional to the current period, the average number of hours 
worked per employee. 
 
4.2. Modern indicators of human resource performance - The analysis of ROI (return on investment) in human 
resources management 
 
During the last years, especially during the economic crisis, there can be identified a reduction of corporate 
profitability, be it in terms of financial aspects, whether it comes to human resources. If we analyze the data for 
2011, for example, we find that the return on human capital decreased by about 9% over the previous year (PwC 
Saratoga study) (Nankervis, Compton & Baird, 2000). Labour costs rose quite high percentages (13%) compared to 
previous years, which complemented reduce business profitability. All this took place, amid a deepening fluctuation 
of staff, as well as labour mobility in all sectors. The process of determining the return on investment is based on the 
existence of six categories of data (Phillips, 2007): 
x Action planned 
x Learning and trust 
x Application and Implementation 
x Impact on business 
x Return on investment and profitability 
x intangible benefits 
Such an analysis is important to be carried out as they are identified by the programs currently ineffective, 
thereby enabling them to carry out a review in order to reconstruct them, or even to remove them. It also performs 
an "alignment" to the present needs of the enterprise, while providing the human resources department for help. 
Thus finds application development processes, training, skills improvement, leadership development , organizational 
development , recruitment techniques , performance-based rewards , implementation of new technology, etc. . 
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